Linking with the business case for diversity, this study examines whether the top management team (TMT) and the board of directors (BODs) diversity has a positive impact on financial institution (FI) performance in select countries of Asia least researched domain. We use data of 119 financial institutions across Asia for the year 2015, initially 1,447 institutions; however, incomplete data was excluded from final analysis. We use three proxies for diversity, that is, nationality diversity, gender diversity, and age diversity of TMT and BODs. To investigate the impact of TMT and BODs diversity, cross-sectional ordinary least-squares estimation is applied, using Return on Average Assets (ROAA%) as a measure of performance. We find that nationality diversity and age diversity is positively and significantly related to FIs performance. Our evidence indicates that executives and board members with diverse exposure and younger age improve FIs profitability. However, there is no significant relationship between gender and FIs performance.
Introduction
Increasing diversity in the top executive positions and in the boardroom has become a central focus of policy makers and researchers in the recent past. "A long and active stream of research on the effects of diversity has documented its positive and negative effects" (Hyun, Oh, & Paik, 2015) . Some empirical studies show that demographic or nationality diversity has positive effect on the performance of the firm (Nielsen & Nielsen, 2013) . On the other hand, prior research finds mixed evidence on the relationship between gender diversity and firm performance. For example, Marinova, Plantenga, and Remery (2016) found no link between board diversity and firm performance. Richard, Kirby, and Chadwick (2013) presented such phenomenon in a different way, they argue that gender diversity is positively associated with firm performance when participative strategy making (PSM) is high and negatively associated when PSM is low, results of their study also supports the argument. They define PSM as positive interaction among management members.
We contribute to the literature in several ways; first, the objective of this study is to extend new empirical evidence on the business case debate within an Asian context. Second, unlike the previous studies that focus only on gender diversity of board members, this study includes three attributes of diversity; gender diversity, nationality diversity, and age diversity. Those characteristics are visible attributes of diversity for TMTs (Richard & Shelor, 2002) .Third; this study considered banking institutions of Asia, since most of the firms have concentrated on non-financial firms. Lastly, unlike prior studies, the focus of this research is to examine the impact of diversity of both board members and executives holding top positions on the performance of financial institution.
As mentioned earlier, the business case for age and nationality diversity attracted very little attention. Our small body of research, similar to many other papers in this field, finds mixed results. On the positive note, high nationality diversity of BODs and TMT (jointly referred as directors and managers contacts 'DMCs') is positively and significantly related to high return on average assets. The evidence is consistent with the study of (Nielsen & Nielsen, 2013) and (Hyun et al., 2015) , which suggests that wide exposure of DMCs contribute positively towards firm growth. Similarly, high age diversity (i.e., low average age of DMCs) is negatively and significantly related to ROAA, consistent with the findings of (Mahadeo, Soobaroyen, & Hanuman, 2012) and (Ali, Ng, & Kulik, 2014) which suggests that financial institutions with young age board members and top executives have better performance compared to those with old age DMCs. Whereas, on the negative note, the gender diversity has no relationship with the performance of financial institutions. However, the result is consistent with the study of (Marinova et al., 2016) in the European context. Moreover, according to Campbell and Mínguez-Vera (2008) , it's not merely the presence of women that matters, but some proportion of women and men is more crucial. Marinova et al. (2016) found no relationship between gender diversity and firm performance of selected European countries. However, broad literature developed a consensus on positive relationship between board gender diversity and business performance. Moreover, (Solakoglu, 2013) find association between gender diversity and firm performance depending upon the size of the firm and the environment in which the firm operates. Hence based on the aforementioned literature, our first hypothesis is:
Literature Review
H1: Gender diversity of TMT and BOD is positively associated with financial institution performance. Nielsen and Nielsen (2013) found a positive link between TMT nationality diversity and firm performance. Firm with employees of diverse nationalities is a great source of accumulation of human capital which leads to better firm performance (Hyun et al., 2015) . Hence, based on the aforementioned literature, our second hypothesis is:
H2: Nationality diversity of TMT and BOD is positively associated with financial institution performance. Ali et al. (2014) found that age diversity is negatively related to firm performance. However, there are some studies that find a positive relationship between age diversity and organization performance. Further, (Mahadeo et al., 2012 ) also find evidence of direct impact of age diversity on return on assets. Hence based on the aforementioned literature, our third hypothesis is: H3: Age diversity (i.e., lower mean age) of TMT and BOD is negatively associated with financial institution performance.
Data and Methodology
Data for this study is obtained from Orbis Bank Focus. Initially there were 1,447 financial institutions for Asia region. But due to unavailability of sufficient data for many countries and financial institutions, our final sample comprises of 119 financial institutions for the year 2015. In this paper, the term 'top management team' (TMT) refers to senior management of the financial institution, such as CEO, CFO, company secretary, head of departments, group heads etc.; whereas, 'board of directors' (BODs) refers to combined number of board members, such as executive directors, nonexecutive directors, and independent directors. However, while calculating gender diversity, nationality diversity, and mean age; the duplicate personnel are being treated as one. For example, any person who is 'Vice Chairman' on the BOD and also CFO in the TMT is treated as a single person. The accounting & financial information for all entities is obtained by converting into US dollars. Further, in this study we also used the word directors and managers contacts (DMCs) for both BODs and TMT.
One of the issues in studying the relationship between diversity characteristics and firm performance is the joint endogeneity of the diversity variables and FI performance. However, for Asian financial institutions this problem is not very serious. Since, regulators and policy makers in Asia are not pushing for diversity reforms as yet, especially gender diversity, unlike Europe. Hence better performing FIs calling for more diverse board and TMT is not the case in point. Therefore, we may rely on the coefficients obtained through OLS regression.
We estimated the relationship between diversity characteristics of TMT and BOD on FI performance by using following equation: 
+ ∑ +
Where is a vector of control variables.
Variables

Financial Institution Performance
We measured the performance of financial institutions by incorporating accounting measure, which is return on average assets (ROAA). Total net income divided by average of beginning period and ending period total assets.
Gender Diversity
Gender diversity is measured as the ratio of women on the board and the senior management divided by total board members and senior management team.
Nationality Diversity
Nationality diversity is measured as the ratio of people in the BOD and TMT with at least two countries nationality divided by the total number of BOD and TMT. Nationality diversity depicts that people have diverse backgrounds, either brought-up or worked in different countries. Hence carry wider exposure.
Age Diversity
Age diversity is measured as the average age of all people belonging to TMT and BOD. Lower average age of DMCs depicts higher age diversity.
Control variables
Size of the financial institution (i.e., total assets) and age of the institution are taken as standard control variables. Table 1 shows names of 7 Asian countries China, Hong Kong, Japan, Singapore, India, Indonesia, and Cambodia. The data is obtained for 119 financial institutions of these seven countries after excluding the FIs of Asia with insufficient / missing data. Table 1 shows that FIs included in the analysis are predominantly from Japan. That is 89% of our sample firms belong to Japan. Table 2 presents summary statistics of explanatory and control variables. In Table 2 , the terms DMCs include both board members and senior management team or BODs and TMT. The DMCs age ranges from 52 years to 69 years with an average of 61.37 years. DMCs nationality (or nationality diversity proportion) ranges from 0.0 to 0.8, with mean nationality proportion of 0.04.The third explanatory variable of gender diversity ratio of female DMCs to total DMCs ranges from 0.00 to 0.70; with an average of 0.05. Control variable bank age ranges from 7 to 150 years with an average of 75.87
Results
( pp. 1 -9)  -------------------------------------------------------------------------------------------------------------------------------------------- Table 3 presents correlation matrix of explanatory variables. We have transformed age and total assets (i.e., size) of financial institution by applying natural logarithm to make the data approximately normal following the broad finance literature and to remove skewness from the data. None of the values in Table 3 are above +0.50 or -0.50. Hence the problem of multi-collinearity does not exist in our following cross-section OLS regression analysis. Table 4 shows the result of regression model. In order to test all three hypotheses we used ordinary least squares (OLS) estimation. Three explanatory variables DMCs average age, DMCs gender diversity, and DMCs nationality diversity and two control variables bank age and bank size are included as independent variables to see the effect of diversity proxies on financial institution performance, i.e., ROAA. Logarithmic transformation of control variables are done before running regression analysis. Value of R2of 0.23 shows that 23% of the variation in dependent variable can be explained by independent variables.
( pp. 1 -9)  -------------------------------------------------------------------------------------------------------------------------------------------- Table 4 shows coefficient of DMCs age diversity is -0.054 and is significant at 5% level, hence 1% increase in DMCs average age leads to 5.36% decrease in financial institution performance. The finding is consistent with the hypothesis and a study by (Ali et al., 2014) ; they found negative relationship between age diversity and firm performance. Hence evidence suggests that financial institutions with younger age BODs and TMTs (or low average age of DMCs) perform better than firms with higher average age of DMCs. Low average age means high age diversity. Since 89% data of this study is from Japan we keep into consideration different policies of Japan as well, such as promotion of employees based on experience and seniority had long been human resource management practice in Japan until economic crisis of 1990's (Morishima, 1995) .Trend of promoting employees on higher positions based on performance rather than seniority is increasing (Shibata, 2000) . Nevertheless, numbers of Japanese firms are still practicing seniority based promotion practices that is the hurdle for new and younger employees to reach at senior positions (Benson, Yuasa, & Debroux, 2007) . Adhikari, Budhwar, and Hirasawa (2010) suggested that "In spite of the popularity of the seniority-based system, concerns are growing in response to changes in the business environment, such as the globalization of economic activity, to achieve a competitive advantage it appears that the system may need to be reviewed" (p. 2420). Similarly, coefficient of nationality diversity of 2.01 is significant at 1% level, which implies that on average 2% positive variation in financial institution performance is due ( pp. 1 -9)  -------------------------------------------------------------------------------------------------------------------------------------------- to nationality diversity. The evidence is consistent with the hypothesis and the study by (Hyun et al., 2015) and (Nielsen & Nielsen, 2013) . The finding strongly suggests that senior management and board members with diverse background and transnational exposure contributes positively towards the performance of banks. On the other hand, result of regression analysis with coefficient value for gender diversity is -0.851but insignificant. Hence, the relationship of gender diversity and FI performance hypothesis is not consistent with our result. However, the evidence is consistent with (Marinova et al., 2016 ) study in the European context. This result is also inconsistent with (Richard et al., 2013 ) study. They find both positive and negative relationship between gender diversity and firm performance. Likewise, (Solakoglu, 2013 ) also find association between gender diversity and firm performance depending upon the firm size and firm environment. Although Japan stands among developed economies however, gender disparity is much higher not only at top management level but also at other levels too it is a common characteristic of Japanese economy (Bolden, 2016) .Currently Japan is on the 111 th rank among 144 countries, according to World Economic Forum's Global Gender Gap Index (GGGI) in 2016.
Gender diversity in top management in Japanese firms has not been priority and women lag far behind their male counterparts ( (Benson et al., 2007) ; (Magoshi & Chang, 2009) ). "Japan records a significant widening of the gender gap for professional and technical workers, adversely affecting its ranking despite further progress in reducing the gender gap in tertiary education enrolment and women's representation among legislators, senior officials and managers" (The Global Gender Gap Report, 2016, p.8) . However, Japanese firms currently focusing on incorporating female managers. This change is partially due to change in government policies and partially decreasing population growth rate that causes to employ currently available female human capital (Ishizuka, 2016) and (Bolden, 2016) this change may lead to enter more female managers and increase in gender diversity.
Conclusion
The goal of this small study is to investigate the effect three visible attributes of diversity DMCs age, gender and nationality diversity on financial institution performance. Although relationship between TMT and BOD diversity and firm outcomes are evident from available literature e.g., (Boone & Hendriks, 2009) ; nevertheless, it is not always observable due to various reasons (Certo, Lester, Dalton, & Dalton, 2006) . In addition, results of available studies are not consistent as well (Richard et al., 2013) . In this study no significant relationship is documented between gender diversity and FIs performance. Whereas, significant positive effect of nationality diversity is documented with bank performance. As opposed to various other constructs nationality is a useful single proxy for personality trait. When in a firm there are employees with diverse nationality it is great source of accumulation of human capital that leads to better firm performance (Hyun et al., 2015) . High age diversity is negatively associated with financial institution performance, that is, firms with younger DMCs perform better.
